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ABSTRACT 

 

This study assesses the effects of job satisfaction to employees’ performance in public 

institutions which was conducted at Kibaha Town Council. But, specifically, the study 

determine the factors that affect job satisfaction and performance, examine the effect of 

human resource practices on job satisfaction and performance, and determine challenges 

to realization of job satisfaction. 

 

Data for this research was collected using structured questionnaires, primary data, 

secondary data, observation and interview. The research also used qualitative and 

quantitative methods of data analysis.  

 

The research concluded that; Employee job satisfaction can improve service quality and 

increase employee satisfaction. In this circumstance, policy makers and managers have 

turned their attention to provide different kinds of facilities to their employees in order to 

satisfy their employees.  

 

This study found that; factors that affect job satisfaction and performance, are employee 

benefits especially pension, pay/reward dimension and job security. Thus, this factors 

driving satisfaction of employee in work place. Many employees are also more satisfied 

when working for organization that offers employee benefits. This is especially true with 

older employees and employees with families. Offering health and life insurance, for 

instance, may help increase employee job satisfaction. Many older employees may also be 

concerned with retirement benefits 

 

The research recommends that; the management of Kibaha Town Council should offer at 

least reasonable compensation to the employees and provide communications as 

employees who believe they can not address concerns or problems with supervisors will 

often feel unsatisfied with their jobs. If the lines of communication are open, on the other 

hand, employees will typically feel more at ease addressing any concerns, and they will 

therefore be more satisfied 

http://www.wisegeek.com/what-are-employee-benefits.htm
http://www.wisegeek.com/what-are-employee-benefits.htm
http://www.wisegeek.com/what-are-employee-benefits.htm
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CHAPTER ONE 

 

PROBLEM SETTINGS 

1.0 Introduction 

This chapter presents an overview of the study matter. In brief, it has background of the 

study, statement of the problem, research objectives and questions, significance of the 

study and expected limitations and delimitations of the study. 

 

1.1 Background of the Study 

Starting with the end in mind, reflect for a moment on what people might be looking for 

when they take a job. Perhaps they are working mainly for a paycheck? Maybe their health 

benefits are most important, or a good retirement plan? Some people may be interested in 

tuition reimbursement, opportunities for advancement, or to learn new skills. All of these 

types of critical rewards are determined by the employees based on their strategy to be 

profitable and competitive when recruiting to public institutions. This is the heart of how 

employees negotiate the value of the labor exchange (Adelman, 2000).  

 

Job-related satisfiers have to do with the employee’s desire to use his/her abilities to make 

a contribution, to do meaningful work, and to be valued. These satisfiers are more directly 

related to how much we enjoy our day-to-day tasks and our role in the public institutions 

(Aiman et al, 2001).  

 

The performance of employees review is typically the main conversation to explore 

productivity to public institutions. Since these conversations focus more on evaluation of 

performance, goal attainment and salary adjustments, they seldom get to meaningful 

conversations about job satisfaction of employees with tasks or the “fit” of the current or 

future work itself. Also, managers juggle multiple demands to achieve public institutions 

goals, so they can easily appreciate the powerful influence that job-related satisfiers have 

on employees’ overall job satisfaction. By taking the initiative to communicate with their 

managers, employees can help ensure that managers are better able to provide the 

necessary guidance or coaching support (Barnett, 2008).  Moreover, it is challenging for 

public institutions and manager to identify and promote employee job satisfaction at an 
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individual level. Therefore, this study will be assessing because job-related satisfiers are 

highly motivating when met and are at the heart of productivity and job performance.  

 

1.2 Statement of the Problem 

It is true that, job satisfaction is valuable to be studied for. It is promoting employees that 

have inherent humanitarian value, it gives a high level of job satisfaction as suggested to 

be related to high level of productivity, and it increases life job satisfaction (Barnett, 

2008). 

 

Notably, job security and loyalty to the public institutions are challenged by external 

market pressure and changing social norms for employees. Personnel must be committed 

to their organization. They must be willing and able to give greater effort to help their 

organization/ public institutions to succeed. They must be prepared to go beyond what is 

expected of them to deliver outstanding work. Good personnel feel inspired by their work 

and care about the future of their organization/ public institutions being successful. The 

‘carrot and the stick’ leadership do not work presently and managers must find new ways 

to motivate the personnel (Barber, 1998).  

 

Previous research studied about relationship between demographic and job satisfaction 

level increase with increase of time at work (Ahmed, 1999) which provides logical sense 

and research says that unsatisfied employees are more likely to quit the profession and 

therefore not ready and build the future career in doing the job. However, Bartram, (2000) 

argues that, there is correlation between job satisfaction and performance; employees 

lacking the willingness to put in their best in their job thereby reducing the level of 

productivity in the public institutions as a whole.  

 

Therefore, the problems of compensation practices, employee performance evaluation 

practices, promotion practices and empowerment practices of employees in public 

institutions made the researcher to study the key statement i.e. assessing effects of job 

satisfaction to employees’ performance in public institutions. Thus, the study needs to find 

“What are the factors that drive these talented or good personnel to give in their best?” 



3 

1.3 Research Objectives 

1.3.1General objective 

The main objective of this research was assessing effects of job satisfaction to employees’ 

performance in public institutions which was conducted at Kibaha Town Council. 

 

1.3.2 Specific Objectives 

Specifically, the study was attempted:  

i. To determine the factors that affect job satisfaction and performance  

ii. To examine the effect of human resource practices on job satisfaction and 

performance 

iii. To determine challenges to realization of job satisfaction 

 

1.4 Research Questions 

i. What are the factors that affect job satisfaction and performance?  

ii. What is the effect of human resource practices on job satisfaction and 

performance? 

iii. What are challenges to realization of job satisfaction? 

 

1.5 Significance of the Study 

1. The research findings drawing the decision and recommendation for remedial 

action of improving job satisfaction and performance by employees in public 

institutions   

2. The research findings providing framework or guidelines which the stakeholders 

utilizing in future assessments of job satisfaction and performance by employees in 

public institutions 

3. The research finding helping policy formulation in improving job satisfaction and 

performance by employees in public institutions 

 

1.6 Limitations of the Study 

Research being the field of inquiry, research like many other fields of study is vulnerable 

to a number of factors. The following was the obstacles anticipated to crop up during the 

study: 
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(i) Time shortage-some of the aspects to be explored need more time. 

(ii) Financial constraints was affected the process of collection of data due to 

persistent increase in the general price level and the cost of living. 

 

1.7 Delimitation of the Study 

The research focus is Kibaha Town Council because the problem was observed more 

easily and felt by the staff and also the information can easily obtained.  

 

1.8 Organization of the Dissertation 

This dissertation is organized in six main chapters. Chapter one presents the background to 

the problem, statement of the research problem, research objectives and questions, 

significance of the study, limitations and delimitations of the study, scope and variables of 

the study. Chapter two presents the review of the related literature in relation with 

information, ideas, data and evidence written from a particular stand point to fulfill certain 

aims or express certain views on key statement of this study on assessing effects of job 

satisfaction to employees’ performance in public institutions, review of empirical studies, 

research gap and end up with the conceptual framework. Chapter three details study 

methodologies while chapter four presents main study findings. Chapter five provides a 

discussion and analysis of the main findings whereas chapter six presents study summary, 

conclusion, and recommendations. A fine list of references and appendices finalize the 

dissertation.  
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CHAPTER TWO 

 

LITERATURE REVIEW 

2.0 Introduction 

This chapter gives the reader about Kibaha Town Council and an insight in assessing 

effects of job satisfaction to employees’ performance in public institutions. The Chapter 

lays down contextual knowledge to assist in a better understanding of what is going to be 

examined and reported in the study. In accordance with the aims and objectives of the 

study, the chapter provides a theoretical review, research gap and empirical Review. 

 

2.1 About Kibaha Town Council 

Kibaha Town Council is one among the seven Councils of Coast Region; it also 

headquarters of the Region.  The council is 40 km away from Dar es Salaam City.  It is 

bordered by Kinondoni District to the East, Bagamoyo to the North, Kisarawe South and 

the Small Town of Mlandizi North (Social Economic Profile of KTC, 2010). 

 

Administratively, the Council has 8 Wards, which are Tumbi, Mailimoja, Kibaha, Visiga, 

Mkuza, Kongowe, Misugusugu and Pangani and 42 Mitaa.  On the other hand, for 

financial year 2010/2011 the Council will operate with 11 Wards and 53 Mitaa (Social 

Economic Profile of KTC, 2010). 

 

Kibaha Town Council as per 2002, census has an estimated population of 78,294 

population of which 38,846 were Females and 39,448, Males with households number the 

council had a total population of 78,294 people of which 38,846 were females and 39,448 

males with household number of 17,788 and average size for household of 4.4.  However, 

the population distribution pattern is linear clustering along the Morogoro –Dar es Salaam 

trunk road (Social Economic Profile of KTC, 2010). 

 

Kibaha Town Council experiences hot and sunny weather throughout the year, with 

maximum temperature in December while minimum temperatures occur in July.  The 

Town experiences three distinct seasons; dry season extending between May and October 

and two rain seasons.  The first season is between November and December and the 



6 

second one between March and April.  The annual rainfall ranges from 700mm.  For the 

past five consecutive years, there was inadequate rain which resulted into shortage of food 

(Social Economic Profile of KTC, 2010). 

 

Kibaha Town Council has made a very significant improvement in education, specifically 

in primary and secondary level. Currently have a total number of 37 primary schools of 

which 33 are Government schools and 4 private. The council has a total number of 20,209 

enrolled pupils from standard one to seven and 604 teachers which gives a ratio 1:34 

teacher pupil ratio. Despites this significant success in teacher pupil ratio, still there is a 

remarkable challenge in shortage of desks and teachers’ houses in government schools. To 

overcome this, the council needs a total of 1555 desks and 100 teachers’ houses to fill the 

gap (Social Economic Profile of KTC, 2010). 

 

At Kibaha Town Council, there are 22 secondary schools, 11 are government owned and 

the rest are non government schools. Among the 22 schools, 3 are A’ Levels and only one 

is government school. The council has a total of 6604 enrolled government students from 

form one to form six, among them 800 students are in boarding school. However, there are 

only 235 teachers to serve the whole figure. Since the introduction of Ward secondary 

schools in 2006/07 the council remains with the core objective of supervision and 

development of these schools. With the limited resources it has, the Council continued to 

face a very serious challenge in supervision and development of these schools particularly 

in construction hostels, laboratories and teachers’ houses (Social Economic Profile of 

KTC, 2010). 

 

At Kibaha Town Council, there have 28 health facilities. The number includes 8 council’s 

dispensaries, 1 hospital owned by Kibaha Education Centre and the rest are non-

governmental facilities. The town has 167 health workers (Social Economic Profile of 

KTC, 2010). 

 

The residents of Kibaha Town enjoys pipe water supply from Ruvu River. The residents 

are those who live along Dar es Salaam – Morogoro road. The rest of the residents are 

using other source of these include, Shallow wells, Bore holes, Earth dams, springs and 
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harvested rainwater. The council has a total of 45 shallow wells, 6 bore holes and 1 Earth 

dam. For those depend on pipe water they are survived through DAWASCO Pipes (Social 

Economic Profile of KTC, 2010). 

 

Agriculture is one of the major sectors in economic activity at Kibaha Town Council.  The 

main agricultural activity in the Council includes crops farming and livestock husbandry.  

General, the Town depends greatly on agriculture as the mainstay of its economy since the 

sector has enough potential resources to improve the economy of the Council.  It is 

statistically estimated that, about seventy percent (70%) of all residents depend on 

agriculture while only thirty percent (30%) of the residents are engaged in formal and 

informal sectors.  This includes those residents who engage in informal sector, deals with 

petty trade business and retail shops (Social Economic Profile of KTC, 2010). 

 

Statistics show that, the town has 15,000 hectors of arable land suitable for cultivation.  A 

total hector of 10,517 are usually used for crops production.  Normally, food crops 

cultivated include Cassava Rice and Maize; other food crops are sweet potatoes, Cow peas 

and Pigeon peas.  Total production of food crops is 34,017.5 tones per year.  Cash crops 

cultivated include cashew nuts, oranges coconuts and pineapples.  Total production of 

cash crops produced is 2,854 tones per year (Social Economic Profile of KTC, 2010). 

Land surveying and plots allocation is another economic activity with bring revenue to the 

council thereafter development to the people of Kibaha.  An average of 500 plots 

produced annually and allocated for different uses includes commercial and residential 

(Social Economic Profile of KTC, 2010). 

 

Kibaha has 200 hectors. Sand deposit mined in small scale. In the period of 2005 sand 

production reached at 127,750 tons valued at Tshs. 27,375,000. One Salt mining and 

processing factory is under construction at Maili moja Machinjioni area (Social Economic 

Profile of KTC, 2010). 

 

The township has more than 1000 traders who surrounding some part of the council.  They 

form small and medium enterprises who own one or both of them.  Types of trade 

available include retail shops, filling stations, intoxicating liquors, contractors, micro 
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enterprises and other related trades. Industries are now picking up due to privatization 

policy and market economy investors are attracted in this town confirmed by 5 industries 

under construction, 7 working, 3 not working (Social Economic Profile of KTC, 2010). 

 

Infrastructure is one of prerequisite factor for efficient economic activities and 

employment creation.  Poorly infrastructure will result to poorly economic performance.  

Kibaha Town Council is one among the councils in Tanzania that lack good 

infrastructures and specifically economic infrastructures.  Lack of good infrastructures to 

the council, had made the council to lag behind in macro and micro economic 

performance (Social Economic Profile of KTC, 2010). 

 

Social and economic infrastructures touch the following economic infrastructure as 

Transportation system, Markets, Telecommunication, Hydropower system, Industries, and 

Financial Institutions (Social Economic Profile of KTC, 2010). 

 

2.1.1 Transportation 

Road Network is only means of Transport in Kibaha Town. A total length of 300km of 

roads covered the council. This length is for Tarmac road 58km, gravel roads 17 Km and 

earth 27.5.km.  However, under the Tarmac, 28km is trunk road and 30km council’s road 

(Social Economic Profile of KTC, 2010). 

 

2.1.2 Telecommunications 

Kibaha Town Council is well served by telecommunication links with other areas of the 

country and the world at large.  A telephone system based on land is operated by TTCL 

Ltd., only while an expanding network of mobile phones system are being provided by 

Zain., Vodacom, Zantel, Tigo and Sasatel (Social Economic Profile of KTC, 2010).  

 

The people along the main road are the most excellent served, especially those along the 

highway. Radio stations and TV are not physically established in Kibaha but the services 

is available almost every corner of the council. Other telecommunication services like fax, 

Internets are not commercially established, people still depend much from Dar es Salaam 

as the nearest point (Social Economic Profile of KTC, 2010). 
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2.1.3 Power Supply 

Firewood, charcoal and kerosene are the mostly used as a source of energy for domestic 

uses for many of Kibaha people.  For those live along Dar es Salaam- Morogoro main 

road they access electricity through TANESSO services (Social Economic Profile of KTC, 

2010). 

 

2.1.4 Financial Institutions 

At the moment there are three banks operated in the town.  These are NMB located at 

Kibaha Regional Commissioner’s Office, NBC and CRDB both located at Mailimoja 

(Njuweni Hotel Building) (Social Economic Profile of KTC, 2010). 

 

Kibaha has a weigh bridge operating 24 hours whereas heavy trucks and more than 65 

passengers’ buses have to be weighed (Social Economic Profile of KTC, 2010). 

 

The council at present has no well-constructed markets.  It has local markets that are 

temporary established to some centers.  These markets are found at Mailimoja, Mkoani, 

Picha ya Ndege, Kwa Mathias, Kwa Mfipa and Kongowe. They have low capacity to 

absorb products; consequently most of the products are transported to Kariakoo at Dar es 

Salaam.  Not only they have low capacity to receive products but also they are established 

along the highway as results products produced in remote areas are failed to reach 

consumers on time (Social Economic Profile of KTC, 2010). 

 

2.2 Theoretical Review 

In a controversial series of studies Arvey (1991) discovered that job satisfaction might 

have a genetic cause. He based his findings on the Minnesota Twin Family Study a study 

to determine the influence of genes and environment on the development of psychological 

traits in twins. The use of identical twins in the on-going nature-nurture debate has always 

been widely popular in psychological studies, since identical twins share identical genes. 

Therefore, any incongruence in the development of psychological traits between the twins 

can be attributed to environmental influences (Arnold et al 1998). Arvey analyzed the 

level of job satisfaction of 34 pairs of identical twins who had been separated from early 

ages. If job satisfaction is merely the result of environmental factors, there should not be 
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any significant correlation in the level of job satisfaction between identical twins who 

grew up in different environments and who had different jobs. Consequently, if identical 

twins with a different upbringing and different jobs do display a similar level of job 

satisfaction, then we should, at least partially, consider a genetic disposition as a 

determining factor (Arnold et al. 1998). 

 

Arvey’s studies revealed that almost 30 percent of the variation in job satisfaction depends 

on genetic factors. According to Arvey the level of job satisfaction between genetically 

identical people with a different job is more similar than the level of job satisfaction 

between genetically different people with the same job (Arnold et al 1998). However, this 

does not imply that there is a job satisfaction‟ gene. All in all, it is impossible to determine 

which proportion of job satisfaction is a function of someone's disposition. 

 

Collins and Smith (2006) have shown that HR practices emphasizing employee 

commitment were positively related with climates for trust, cooperation, and knowledge 

sharing across a sample of high technology firms. Elsewhere, Takeuchi, Lepak, Wang, and 

Takeuchi (2007) noted that HR practices congruent with high involvement work systems 

promoted employee perceptions of a social exchange relationship with the organization, 

which should boost the level of help exchanged between employees. Finally, Sun, Aryee, 

and Law (2007) found high performance HR practices were positively correlated with 

firm-level service-oriented citizenship behavior, and suggested that such behavior should 

be accompanied by norms that encourage helping exchanges among organization 

members. 

 

2.2.1 Job Satisfaction 

Job satisfaction is a “pleasurable or positive emotional state resulting from the appraisal of 

one’s job or job experiences” (Jex, 2002). The appraisal involves various elements related 

to the job such as salary, working conditions, colleagues and boss, career prospects and, of 

course, the intrinsic aspects of the job itself (Arnold et al. 1998 p. 204). 

 

Notably, Job satisfaction is connected to how our personal expectations of work are in 

congruence with the actual outcomes. And since job satisfaction is merely an employee’s 
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attitude towards his or job, previously discussed theories regarding attitudes are applicable 

to job satisfaction. Consequently job satisfaction can be seen as containing three 

components: an affective component, a cognitive component and a behavioral component 

(Jex 2002 p.116). While the affective component refers to a feeling about a job, the 

cognitive component represents a belief in regard to a job. Often these two aspects are 

related. The behavioral component is an indicator for behavioral intentions towards a job 

such as getting to work in time, working hard, etc. 

 

There is a mutual effect between job satisfaction and life so managers should not only 

monitor the job situations but also check their employee life conditions (Devies, storm, 

1991). When employees are hired, they will have a set of needs, wishes and previous 

experiences which make totally the job expectations. Organization’s reactions and 

responses to these needs will produce negative or positive attitude among personnel 

toward their job. Actually job satisfaction shows the relation between human expectations 

and advantages taken from job (Willem, 2007).  

 

In organizational behavior, it is focused on job satisfaction which disappears as soon as it 

appears so need to be noticed continuously (Tsigils, et.al, 2004). Gordon believes that job 

satisfaction is an emotional reaction of person perception as to whether his job satisfies his 

needs and requests. Also, it must be in accordance with personal needs (Fairbrother, 2008) 

and reaction of employee against their tasks (Madhavan, 2000). Spector (1997) believes 

that job satisfaction shows people emotion about their job generally or about some parts of 

it (i.e. organization, job, supervisory, coworkers, salary and income and promotions).  

 

Smith, Kendall and Hullin (1969) express five aspects that can be used to determine job 

satisfaction: being satisfied from job (i.e. interesting tasks and opportunities for learning 

and training), being satisfied from supervisor (i.e. technical and managing abilities and 

their considerations about employees), being satisfied from coworkers (technical 

qualification and support they show), being satisfied from promotion (achieving real 

opportunity to advance), being satisfied from income (amount of income, its equality and 

way of paying to stuffs).  
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Effective factors of job satisfaction are divided in two categories: environmental and 

personal factors. The examples for the first one are, job level, its content, conservative 

management, income and promotion opportunity, and examples for the latter are as 

follows: age, education and gender. The higher level of responsibility and independency in 

job, the better it will be. The higher ranking person has, the higher the level of factor 

needed to be satisfied with (Korman, 2005). Worse performance and quitting the job, lead 

to negative effects on productivity (Lu, et al, 2005)  

 

2.2.2 Performance 

This is an accomplishment of a given task measured against preset known standards of 

accuracy, completeness, cost, and speed. In a contract, performance is deemed to be the 

fulfillment of an obligation, in a manner that releases the performer from all liabilities 

under the contract (www.businessdictionary.com/definition/performance.html). 

 

2.2.2.1 Significances of performance in organization 

Most organizations have an overall plan for business success. The employee performance 

done with care and understanding — helps employees see how their jobs and expected 

contributions fit within the bigger picture of their organization. The more effective 

performance processes accomplish these goals and have additional benefits. Documented 

performance are communication tools that ensure the supervisor and her reporting staff 

members are clear about the requirements of each employee’s job.  

 

Significances of performance in organization are: 

• The employee and the supervisor are clear about the employee’s goals, required 

outcomes or outputs, and how the success of the contributions will be assessed. 

• The goals of the best employee performance evaluations are also employee 

development and organizational improvement. The employee performance evaluation 

helps employees accomplish both personal development and organizational goals. The 

act of writing down the goals takes the employee one step closer to accomplishing 

them. Since goals, deliverables and measurements are negotiated in an effective 

employee performance evaluation, the employee and the supervisor are committed to 

http://www.businessdictionary.com/definition/task.html
http://www.investorwords.com/8787/against.html
http://www.businessdictionary.com/definition/cost.html
http://www.businessdictionary.com/definition/contract.html
http://www.investorguide.com/definition/performance.html
http://www.businessdictionary.com/definition/deemed.html
http://www.businessdictionary.com/definition/fulfillment.html
http://www.investorguide.com/definition/obligation.html
http://www.businessdictionary.com/definition/release.html
http://www.investorwords.com/6221/all.html
http://www.businessdictionary.com/definition/liability.html
http://www.businessdictionary.com/definition/performance.html
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achieving them. The written personal development goals are a commitment from the 

organization to assist the employee to grow in his or her career. 

 

• Employee performance provides legal, ethical, and visible evidence that employees 

were actively involved in understanding the requirements of their jobs and their 

performance. The accompanying goal setting, performance feedback, and 

documentation ensure that employees understand their required outputs.  In the event 

that an employee is not succeeding or improving in his job performance, the 

performance evaluation documentation can be used to develop a Performance 

Improvement Plan (PIP). This plan provides more detailed goals with more frequent 

feedback to an employee who is struggling to perform. The goal is improvement but 

non-performance can lead to disciplinary action up to and including employment 

termination. 

 

• In many organizations numeric rankings are used to compare an employee’s 

performance with the performance of other employees. Numeric ratings are frequent 

components of these systems, too. No matter how fair and non-discriminatory, these 

ratings are made to appear through endless establishment of criteria for rating, they 

basically boil down to the supervisor’s opinion of an employee’s performance. This is 

why I don’t particularly support numeric components in an employee performance 

evaluation process. 

 

• The employee performance provides evidence of non-discriminatory promotion, pay, 

and recognition processes. This is an important consideration in training supervisors to 

perform consistent, regular, non-discriminatory employee performance evaluations. 

The documentation of success and failure to achieve goals is a critical component of 

the employee performance evaluation process. 

 

2.2.2.2 Problems hindering performance in an organization 

Performance is present in most if not all organizations.  It makes no difference whether 

organization wants to make a profit or organization is a non-profit organization.  As an 

organization it is necessary to evaluate those who are performing required tasks but it is 

http://humanresources.about.com/od/performancemanagement/a/PIP.htm
http://humanresources.about.com/od/performancemanagement/a/PIP.htm
http://humanresources.about.com/od/glossaryt/g/termination.htm
http://humanresources.about.com/od/glossaryt/g/termination.htm
http://humanresources.about.com/od/perfmeasurement/a/numericratings.htm
http://humanresources.about.com/od/glossaryp/g/promotion.htm
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also important that the evaluations be fair.  This involves considering problems that affect 

employee performance.  Some may be controllable by the employee while others are out 

of their control.  Employers who conduct evaluations usually do so on an annual basis but 

they can be semi-annually or quarterly dependent upon the organization and the policies in 

effect.  

 

Some problems which affect employee performance are health issues, family emergencies 

and stress.  Employees who are not healthy or not feeling 100% result in performance 

below expectations not only for the employer but themselves.  Employees and employers 

usually have some expectations in mind when tasked are being accomplished. Basically 

overall most individuals want to do a great job for their employers but they also want to be 

properly evaluated for the work they do.  Family emergencies and stress are other factors 

to be considered in evaluating the work of employees.  

 

Individuals have lives outside the workplace and while the work must get done employers 

must or should consider family responsibilities. Another area that affects employee 

performance is the evaluations employees receive.  Getting a low performance evaluation 

mayor will affect future employee performance as it will affect the morale of the 

employee.  Individuals who feel they are not appreciated may sometimes get into a frame 

of mind not to do anything extra as they feel they are not properly appreciated. 

 

Other problems associated with employer responsibilities include such elements as 

training, proper instruction, guidelines and policies regarding specific issues.  Granted 

there are gray areas in specific responsibilities within an organization but if clear 

guidelines are provided it would have a positive effect on employee performance.   Clear 

instructions are a necessity in any work environment and having such elements in place is 

clearly a positive aspect. Employee performance can also be impacted by different 

instructions from different management personnel related to specific issues or policies.  

Conflicting instructions is not a position in which employees should be placed.  It creates a 

situation where one person will be satisfied and another will have an issue in not following 

their instruction or guidelines.  While this does not exist in all organizations it is 

something that can and does happen within an organization. 
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2.2.3 Job Performance 

On a very general level job performance can be defined as “all the behaviors employees 

engage in while at work” (Jex, 2002). However, this is a rather vague description. A fair 

amount of the employees‟ behavior displayed at work is not necessarily related to job-

specific aspects. More commonly, job performance refers to how well someone performs 

at his or her work. 

 

Definitions range from general to specific aspects and from quantitative to qualitative 

dimensions. Initially, researchers were optimistic about the possibility to define and 

measure job performance. However, soon enough they started to realize that determining 

the dimensions of a job and its performance requirements was not a straightforward 

process. Nowadays it is generally agreed that job performance consists of complicated 

series of interacting variables pertaining to aspects of the job, the employee and the 

environment (Milkovich et al. 1991). 

 

Historically, there have been three approaches to define the dimensions of job 

performance (Milkovich et al 1991): 

• As a function of outcomes; 

• As a function of behavior; 

• As a function of personal traits. 

 

The most vital problem in a company is its Job Performance. This made researchers to 

research more and more (Shekrkon, 2001). They believe that performance is total 

expectation of organization from separate behavior samples of each person during specific 

period of time (Motowidlo, 2003). Job performance is a set of behavior which person 

show in relation to his job or, in other word, amount of efficiency gained due to the person 

job type (training, producing or servicing) (Rashidpoor, 2000). Job performance is the 

same person efficiency in his job according to his legal tasks and show amount of effort 

and successfulness of that person (Babu, et.al, 1997). It can be defined either as skill of 

person in doing his job and tasks. 
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Organizational theorists have divided job performance in two categories: task performance 

and dispositional performance. Task performance is defined as tasks and responsibilities 

of each person and related directly to all things that must be done by that person such as 

monitoring absent or present employee. Proper understanding of this needs definite 

standards. The other performance is dispositional which help organizational and social 

network to survive (Kwong, 2003). Matavidlo (2003) make differences between task 

performance and dispositional one. The first include parts that expressed in formal job and 

the latter include those behaviors effect on psychological, sociological and organizational 

aspects. Job performance can be studied by two aspects: hob creativity and job role. 

 

In-role performance: behaviors related to tasks and responsibilities which are expressed in 

job description. Innovative performance: include creative solutions of employee for 

solving problems in work environment (Lee, et al. 2010) and the same as external role of 

performance which is important in organization success (Janssen, Yperen,2004) . 

 

2.2.4 Job satisfaction relates to performance  

Job satisfaction and performance can be summarized as:”productivity of a happy worker is 

higher” (Rabins, 1999). So one f the most challenging subjects in job satisfaction is its 

relation with performance (Mirderikvandi, 2000). Job satisfaction lead to higher 

productivity, organizational responsibility, physical and mental health, so person will 

work with better mood and will learn more skills and finally promotion in his performance 

(Coomber, 2007). There are many reasons that show job satisfaction is the result of job 

performance and awards have significant role in that. Internal awards are because of job 

results (i.e. feeling of success) and external ones because of gratitude from job (income 

and salary). These awards will satisfy employees, specifically workers (Gholipour, 2001, 

p.76). There are three theories: performance lead to satisfaction, satisfaction lead to 

performance, award is a medium between satisfactions and performance. The first two 

theories are not supported strongly, but the third is. Awards not only promote the 

performance but also have effect on job satisfaction. Stirs and Porter (1991), states that: 

“the higher motivation and more positive attitude toward job, the higher performance he 

will have, and vice versa. 
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 Vroom (1964) studied this relation and show that there is a positive relation between job 

satisfaction and performance. Bartol (1981) started an experimental test and reviewed that. 

Another research was done by Yi Han (2008), lee, Javalgi, Olivia (2010), Chen, Colin 

(2008), Zimmerman, Todd (2009) and positive relation between job satisfaction and job 

performance was confirmed. 

 

2.2.5 Performance Evaluation Practices 

Evaluation of employee performance leads to improvement of productivity of 

organizations and helpful to monitor the performance (Brown & Hewood, 2005). 

Productivity and employee performance can be increased through appraising the employee 

performance (Brown & Benson, 2003). Performance appraisal increases the commitment 

of teacher toward its function (Rahman, 2006). Performance appraisal can be more 

enhanced by the HRM practices like other human resources practices formal training and 

financial incentive can leads to increased organization’s productivity (Brown & Hewood, 

2005).  

 

2.2.6 HR Practices as Helping Behavior Structures 

Connecting firm and individual level variables is necessary to examine the effects of 

strategic HR practices on helping behavior, and Giddens’ (1984) structuration theory is a 

viable means for doing so. Scholars have begun to use this theory in positing how 

structural features of an organization are intertwined with employee actions (e.g., Dutton, 

Worline, Frost, & Lilius, 2006; Perlow, Gittell, & Katz, 2004; Toh, Morgeson, & 

Campion, 2008). Structuration involves the process by which a social system is sustained 

through members’ use of policies, rules, and resources, which act as “structures” that 

provide recipes for action taken by organization members. Employees rely partly on 

structures to operate effectively. Within different social systems, particular modes of 

social action may be viewed positively or negatively, which signalsaction appropriateness. 

Over time, structural properties of the social system are maintained only if the behaviors 

potentiated by the available action recipes are mobilized. 

 

Through the lens of structuration theory, HR practice bundles can be viewed as coherent 

social structures. Toh et al. (2008) have noted that HR practices can transform the broader 
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context for behavior in organizations, and then subsequently be affected by this 

transformation. Thus, it is reasonable to posit that differing HR practices will tend to 

mobilize different forms of helping behavior in organizations because they affect an 

emergent relational climate and engender interactions that are appropriate therein. 

Cumulative episodes of particular forms of helping would, in turn, reinforce the very 

structures (i.e., sets of predominant HR practices) from which they arose. Over time, 

employees come to understand what helping behaviors are reasonable given the HR 

practices and relational climate in which they operate.  

 

Because there has been some difficulty in developing a comprehensive taxonomy to 

account for the many variations in HR practices, Lepak, Bartol, and Erhardt (2005) 

suggested focusing on the purpose of HR practices rather than the practices per se. Using 

this notion as a guide, we examined the HR literature to determine how extant 

categorizations of practices might correspond with the relational perspective of helping 

behavior. Two contrasting alternatives have been widely discussed: compliance-based 

practices that feature short-term, individual exchange relations and commitment-based 

practices that feature mutual, long-term relations (e.g., Arthur, 1994; Collins & Smith, 

2006; Tsui, Pearce, Porter, & Tripoli, 1997; Zacharatos, Barling, & Iverson, 2005).  

 

Although an HR structure lying between these two extremes has not been formally 

identified, Lepak and Snell (1999) have discussed a collaboration-based configuration as a 

viable middle ground between compliance- and commitment-based HR practices. This 

configuration emphasizes primary investment in relationships (versus individuals) as well 

as cooperation and knowledge sharing. It facilitates employee exchanges of information 

and assistance, resulting in both individual and synergistic benefits. 

 

We maintain that across organizations, the predominant form of helping behavior will 

correspond with a relational climate supported by a particular set of HR practices. As 

explained below, helping behavior associated with compliance-based HR practices is 

likely to take on characteristics encouraged by a market pricing climate. With 

collaborative-based HR practices, helping should be marked by features that flourish in an 

equality matching relational climate. 
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And finally, commitment-based HR practices are most likely to sustain a communal 

sharing climate, thus helping behavior linked with such practices should bear attributes of 

communal sharing relationships. The overarching argument is when helping exchanges are 

aligned with the appropriate relational climates, relationships that are mutually beneficial 

to employees and organizations involved should occur. Misalignment of behaviors and the 

climates could have the opposite effect, and lead to less beneficial exchanges and 

outcomes for the organization. 

 

2.2.7 Attitude 

Attitude is a hypothetical construct that represents an individual's degree of like or dislike 

for something. Attitudes are generally positive or negative views of a person, place, thing, 

or event— this is often referred to as the attitude object. People can also be conflicted or 

ambivalent toward an object, meaning that they simultaneously possess both positive and 

negative attitudes toward the item in question (Loewenstein, 2007). 

  

Attitudes are judgments. They develop on the ABC model (affect, behavior, and 

cognition). The affective response is an emotional response that expresses an individual's 

degree of preference for an entity. The behavioral intention is a verbal indication or typical 

behavioral tendency of an individual. The cognitive response is a cognitive evaluation of 

the entity that constitutes an individual's beliefs about the object. Most attitudes are the 

result of either direct experience or observational learning from the environment 

(Loewenstein, 2007). 

 

2.2.8 Job Satisfaction Model 

Employees are in a better position for achieving success and satisfying work once they 

understand and can communicate how their own unique work profiles (aptitudes/abilities, 

interests, personality style & values) can meet an organization’s work–related 

requirements and opportunities. 

 

Job satisfaction model identify what the employer wants and what it offers as rewards and 

benefits - the organization-provided satisfiers. The right side of the model shows what the 

employee contributes to accomplish specific tasks ultimately the organization's goals. The 

http://en.wikipedia.org/wiki/Cognition
http://en.wikipedia.org/wiki/Emotion
http://en.wikipedia.org/wiki/Observational_learning
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more self-aware an individual is about their aptitudes, personal style, and values, the 

greater the potential to identify and select jobs that fit. The more accurate the job 

description, the better the odds of attracting the right pool of applicants. When there is a 

clear fit between the person and the job, there is a greater chance of successfully 

accomplishing goals. This in turn leads to an increase in personal satisfaction. In today's 

complex work environment, job descriptions are evolving as we take on special projects or 

are assigned to teams (Loewenstein, 2007).  

  

2.2.8.1 Person-Job (P-J) and Person-Organization (P-O) Fit theories 

The perceptions of applicant's are commonly related to the work characteristics of a job 

and the work values within the organization. Research on applicant's perception has 

indicated that individuals who are attracted to a job or an organization which exhibits 

characteristics similar to their own will undertake further action and actively pursue the 

job advertised (Rynes & Connerly,1993; Schneider, Goldstein, & Smith, 1995; Schwoerer 

& Rosen, 1989; Williams & Bauer, 1994). Whilst P-J and P-O fit theories are closely 

related, they are also distinct constructs and should be considered separately (Saks et al., 

1997). As with much of the researches on recruitment, studies on applicant's perceptions 

of P-J and P-O fit have predominantly used post-hire outcome measures including job 

performance, turnover, job satisfaction, organizational commitment and organizational 

identification. The lack of research on the immediate pre-hire outcome of recruitment, this 

being the attraction of applicants and subsequent job choice decisions, has been identified 

within this study and by other researchers as being an area for future research, and is 

addressed by the current study. 

 

The study undertaken by Werbel and Landau (I996) tested the model of “person-job” (P-J) 

fit. The method used by the authors was based on an assessment of applicant's own 

impressions of their suitability to the position. The results study indicated fit varied across 

the source with the self-initiated applicant's and referrals reporting higher perceptions of 

job fit than college placement offices and direct employer contact. Whilst P-J fit 

perceptions existed, there was no support for P-J as a mediator in terms of relationships 

between source and the post hire outcome of performance and turnover. This research 

therefore provides some indications that   applicant perceptions do affect decisions to 
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apply for the job, which is of interest to the current study, but had no subsequent effect on 

post hire outcomes. 

 

O'Reilly, Chartman and Caldwell (1991) provided support for the “person organization” 

(P-O) fit theory with results in their study highlighting that significant positive 

relationships exist, suggesting that if an applicant had a high person organization fit on 

entry into the organization, their commitment and job satisfaction is higher and their 

intention to leave the organization lower after one year in the position. P-O fit theory was 

also supported by Ryan et al. (2005) who investigated applicant fit perception based on 

demographic groups. Their study indicated that minorities and women were more likely to 

have negative perceptions of their fit with an organization than other applicants if these 

demographic groups are underrepresented in the organization. 

 

Cable and Judge (1996) Investigated applicant perceptions of both P-J and P-O fit and 

their relationship with job choice attitude and decisions. Findings from their study 

indicated that an applicant’s intentions to accept a job offer were related to P-O fit 

perceptions, but not P-J fit perceptions. An expectation of the study was that P-J fit would 

be related to actual job choice decisions, however no such relationship existed. In contrast, 

P-O fit was found to have a significant relationship with job choice decisions and with the 

post-hire outcomes of organizational commitment, job satisfaction, turnover, and in 

recommending the organization to others (Cable & Judge, 1996). In a later study, Cable 

and DeRue (2002) also produced results in support of the P-O fit theory. Their study of 

employed individual indicated that P-O fit perceptions were related to organically focused 

outcomes such as organizational identifications. These results indicate that information 

that is relevant to the organization, as provided by the recruitment source, can influence 

applicant perceptions about their fit with the organization (Cable & DeRue, 2002).   

 

In contrast to Cable and Judge's (1996) results, Cable and DeRue (2002) and Saks and 

Ashforth (1997) produced results to also support the P-J fit theory. In the study undertaken 

by Cable and DeRue (2002) the results indicated that P-J fit perceptions were related to 

job and career-focused outcomes such as job satisfaction, career satisfaction and 

occupational commitment. Saks and Ashforth (1997) undertook a longitudinal study to 
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assess fit perceptions. Their results identified a positive relationship for P-J fit theory with 

the post-hire variables of job satisfaction, organization commitment, and organizational 

identifications. However there were no similar findings for P-O fit perceptions which are 

particularly interesting in relation to the organizationally relevant outcomes of 

organizational commitment and organizational identification, P-O fit perceptions were 

negatively related to intentions to quit and turnover.  

 

Carless (2005) captured the P-J and P-O fit theories under the more globally 

conceptualized notion of person environment (P-E) fit theory which operates on the 

premises that when a good fit exists between the person and the environment then people 

will display higher levels of satisfaction and mental and physical well-being. In their 

longitudinal study, which captured data at four different stages of the recruitment process 

(before the selection process, during the selection process, at the conclusion of selection 

process and after actual job offer)? The results indicated that P-J and P-O fit perceptions 

are predictors of organizational attractiveness. Carless (2005) also found partial support 

for the relationship between job and organization fit and job acceptance intentions, 

although this relationship was only prevalent at all stages of recruitment process for P-J fit 

perceptions. 

 

The results previously discussed indicate that applicant's perceptions of fit can influence 

subsequent post-hire outcomes. There have also been few studies that assessed fit in terms 

of applicant attractions towards the job, a pre hire recruitments outcome, and however the 

methodology used to capture these assessments, with the exception of the study of Carless 

(2005), was undertaken after the participants had commenced work with the organization 

and not at the actual time of application. This research gap will be addressed in the current 

study through the gathering of data on applicant perceptions at the time of application. 

 

In an attempt to broaden the research base on the fit theories researchers have included 

new measures or new approaches not previously attempted. The research undertaken by 

Vianen (2000) investigated P-O fit in terms of organizational culture. The organization 

culture dimension identified included concern for people and concern for goal 

accomplishment. The results of study show that P-O fit measures for the two 
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organizational culture dimensions had relationship with newcomer effective outcomes 

(Vianen, 2000). 

 

Brown (2000) explored P-O and P-J fit from a recruiter’s perspective via two different 

studies. The first study indicated that recruiter’s judge P-J and P-O fit based on different 

type of applicant characteristics, such as KSAs (knowledge, skills and Abilities), Values 

and personalities traits. KSAs were higher indicators of P-J fit as was hypothesized by the 

author, whilst values and personality traits were linked with P-O fit assessments. The 

second study investigated the factor structure and predictive validity of perceived P-J and 

P-O fit. The results indicated that perceived P-J and P-O fit are distinct constructs and that 

they offer unique predictions of hiring recommendations, however are highly related when 

considered together by recruiters (Kristof-Brown, 2000).  

 

Overall the findings of literature on P-J and P-O fit theories indicate that an applicant's 

attraction to a job and decision to accept a job offer can be based on both job- related and 

organizational related factors (Carless, 2005). These factors contributed to measures of 

self-selections whereby the applicant's makes an assessment of their fit with the 

organization and the job, and subsequently undertakes a number of job decisions about 

whether they will participate in the recruitment process. With the majority of research 

being based on post-hire outcomes, the current study will incorporate an assessment of 

applicant perceptions about the job and organization, based on information provided by 

source with the pre-hire outcome of their intentions to pursue the job at the time of 

application.  

 

2.2.9 Understanding theories of Job satisfaction  

2.2.9.1 Two-Factor Theory 

In his Two-Factor Theory Frederick Herzberg (1959) addresses the issue of workplace 

motivation. The theory introduces two elements or „factors‟ to account for overall job 

satisfaction: motivators and hygiene factors. While the presence of motivators in a job can 

contribute to the increase in the level of satisfaction, the absence of hygiene factors in the 

workplace can be the cause of dissatisfaction. Hygiene factors allude to the environment 

and the context of the work. This can include salary, safe working conditions, etc. 
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Motivators are related to the characteristics of the job itself. According to the theory 

motivators and hygiene factors are non-exclusive. Satisfaction and dissatisfaction cannot 

be considered as the opposite ends of one continuum. Therefore an increase in the level of 

job satisfaction does not necessarily imply a decrease in job dissatisfaction, since the 

elements affecting satisfaction and dissatisfaction are different. The Two- Factor is also 

often referred to as the Motivation-Hygiene Theory (Davies 2008 p.8). 

 

Herzberg’s theory offers an explanation to why employees still lack motivation when 

confronted with high salaries and great working conditions. The latter two elements only 

represent hygiene factors, which keep dissatisfaction at bay. According to Herzberg, 

motivation comes from the job itself. Therefore, it is important for managers to look into 

the nature of the jobs they ask their employees to do. Herzberg's idea is that if you want an 

employee to perform well and do a good job, he should have a good job to begin with. So, 

in order to improve job attitudes and productivity, employers must attend to both factors 

and not assume that an increase in satisfaction leads to a consequential decrease in 

dissatisfaction. In consequence, Herzberg's work implies that almost anyone will respond 

positively to a job with highly motivating factors. 

 

2.2.10 Job Characteristic Model 

Whereas Herzberg advocated the creation of "good jobs”, Richard Hackman and Greg 

Oldham built on that concept by attempting to define our understanding of what a "good 

job" actually looks like. In other words, what are the characteristics of motivating jobs? In 

the Job Characteristic Model Hackman and Oldham (1975) identified five core dimensions 

for evaluating the immediate work environment. They say that any job can be analyzed for 

its motivating potential by using these five dimensions. The job can then be redesigned in 

order to eliminate its dissatisfying aspects.  

 

The five dimensions are (Arnold et al 1998): 

• Skill variety: skill variety describes the degree to which a job requires the 

implementation of a number of different skills, abilities or talents. These activities 

should not only be different, but they also need to be distinct enough to require 

different skills. 
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• Task identity: task identity defines the extent to which a job requires completion of a 

whole and identifiable piece of work. 

• Task significance: task significance refers to the importance of the job; the degree to 

which the job has an impact on the lives of other people, the immediate organization or 

the external environment. 

• Autonomy: autonomy is the degree to which the jobholder is free to schedule the pace 

of his or her work and determine the procedures to be used. 

• Feedback: feedback is the degree to which the individual doing a job obtains 

information about the effectiveness of the performance. Feedback does not only refer 

to supervisory feedback, but also the ability to observe the results of one’s own work.  

 

These core dimensions turned out to be associated significantly with job satisfaction and a 

high employees' motivation. Hackman and Oldham's model claims that attention to these 

five job characteristics produces three critical psychological states (Tosi et al. 2000): 

• Meaningfulness of work: this results from the belief in the intrinsic value/ meaning 

of the job. For example, teachers may experience meaningfulness of work, even in 

difficult working conditions, because of the conviction that their efforts make a 

difference in the lives of their pupils. 

 

• Experienced responsibility for outcomes of work: job efforts are perceived as 

causally linked to the end results of the work. 

 

• Knowledge of the actual results of work activities: this can be qualified as 

feedback. The employee is actually able to judge the quality of his or her 

performance. 

 

According to the model different job dimensions contribute to different psychological 

states. Job meaningfulness can be defined as the product of three dimensions: skill variety, 

task identity and task significance. Experienced responsibility is a function of autonomy 

and knowledge of results is dependent on feedback. The psychological state that receives 

the most attention in Hackman and Oldham's study is the meaningfulness of work (Tosi et 

al 2000 p. 136). 
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Finally, the presence of these critical states can in turn increase the probability of positive 

work outcomes, especially for employees with a high growth-need. The positive work 

outcomes are (Tosi et al 2000): 

• High internal work motivation: motivation is caused by the work itself. 

• High quality performance: this results from the meaningfulness of work. Quality, 

however, does not necessarily imply quantity. 

• High job satisfaction 

• Low absenteeism and turnover. 

 

2.3 Empirical Literature Review 

Some studies on a country basis show that job satisfaction has recently decreased in some 

rich countries, and is presumably stable in others. This is what emerges in the US 

(Blanchflower & Oswald, 1999), in Germany (Sousa-Poza & Sousa-Poza, 2000), and also 

in the UK (Green & Tsitsianis, 2005), at least since the 1970s, and most of the OECD 

countries during the 1990s (Clark, 2005). For the other countries the data available are 

restricted to around six years and show stability (Green & Tsitsianis, 2005).5 The opposite 

dynamic of job satisfaction with respect to the economic conditions as represented by 

wages, and to job conditions as represented by working time, is also evident (Clark, 2005). 

HRM and job satisfaction are considered as communication channel between the 

employees and the employer (Guzzo & Noonan, 1994). The previous researches indicated 

the mixed finding about relationship between organizational commitment and job 

satisfaction. The job satisfaction was found to be a significant and important predictor of 

organizational commitment in some researches (Feinstein & Vondraek, 2006). The 

comprehensive valuations of the employing university, expectations, values and job future 

formed by the individual employee leads to the development of job commitment to the 

employer and university. So job satisfaction is one of the important determinants of 

organizational commitment (Mannheim et al., 1997).  

 

Smith, Bauer and Cable (2001) on their study assessed employees fit by exploring 

perceptions of attractiveness and of the employees intention to pursue the job through a 

range of factors including pay, promotional opportunity, and the organizational lay-off 

policy and ecological rating (which is determined by an outside organization scoring 



27 

against such factors as “green products”, recycling, environmental efforts, etc.). 

Interestingly, employees’ attraction to the organization was wrongly influenced by the 

company's ecological rating; however their intention to pursue the job was most strongly 

influenced by pay (Aiman-Smith, Bauer, & Cable, 2001). The findings by Aiman -Smith 

et al., (2001) indicate that factors unrelated to the organization, but related to the job such 

as salary level, are more influential in the job choice process. 

 

Both Ryan et al. (2005) and Aiman Smith et al., (2001) have attempted to address that 

there are a number of key research design features that reduce the reliability and 

generalizability of the results which the current study addresses. The study by Ryan et 

al.(2005) asked applicant's to rate each employees source listed (12 in total) on a scale of 

1-5 in terms of “accuracy and details of information provided about the job” ( pg. 239) but 

did not obtain specific details on the amount or type of information’s provided by the 

source.  

 

Within Aiman-smith et al., (2001) study the participant group consisted of students and 

non-actual job applicants. This study also included only one job relevant variable in the 

measures of applicants' intentions to apply for the job. As mentioned previously, the 

current study will explore a number of job- relevant characteristics such as salary, 

opportunity to use abilities and whether the work is perceived to be interesting and 

challenging. Furthermore, the current study aims to assess applicant perceptions based on 

real- time applicant participants in an attempt to reflect actual applicant job-choice 

behavior. Overall, whilst there have been some recent attempts by researchers to address 

gaps within the research on recruitment, there are still areas of the recruitment process that 

require further exploration in terms of recruitment source effects on applicant perceptions 

and subsequent intention towards the job.  

 

Diaz-Serrano & Cabral Vieira (2005) on their study shows that low-pay workers are likely 

to have low-quality jobs, and consequently less job satisfaction. Siebern-Thomas’s (2005) 

cross-sectional analysis on the European Community Household Panel shows that the 

correlation between wage and job satisfaction is significant and positive. Brown & 

McIntosh (1998) have found evidence that the correlation between wage and job 
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satisfaction is particularly close in the case of low levels of monetary compensation, both 

within the sector and among sectors. A different result is obtained by Leontaridi & Sloane 

(2001), who show that low-pay workers report higher job satisfaction than do other 

workers. 

 

According to Sousa-Poza & Sousa-Poza (2000), monetary compensation ranks fourth as a 

positive determinant of job satisfaction at country level; according to Skalli et al. (2007) it 

ranks second, but with a coefficient halved with respect to the first determinant; according 

to Helliwell & Huang (2005) personal income ranks sixth among non-socio-demographic 

determinants. For Clark (2005), the importance of having a high wage is at the bottom of 

the list of job values, since other aspects (from job security to having an interesting job, 

from work independency to social usefulness, etc.) come first.7 Furthermore, placing most 

value on pay at work is negatively correlated with job satisfaction (see also Clark 1997). 

 

Clark (1999) shows that changes in workers’ pay over time positively influence their well-

being, whereas the current level of pay does not impact on job satisfaction. Finally, a non-

linearity between compensation and satisfaction may be conjectured. Helliwell & Huang 

(2005) find that the logarithm of income provides a better fit for satisfaction. Borzaga & 

Depedri (2005) observe that, even in a sector characterized by low average salaries like 

the social-services sector, employees are more satisfied when their wages increase up to a 

threshold, but not above that threshold. 

 

Vila & Garcia-Mora (2005) empirically demonstrate that the match between employment 

and education strictly influences job satisfaction; Hersch (1991) and Tsang et al. (1991) 

find a negative correlation between job satisfaction and surplus schooling, especially for 

workers with higher levels of education. Diaz-Serrano & Cabral Vieira (2005) obtain 

similar results for the correlation between over-skilling and job satisfaction; Gazioglu & 

Tansel (2006) find a negative correlation between education (but not pay) and the specific 

satisfaction comprising a sense of achievement. It therefore seems that job satisfaction is 

enhanced when the education level is that required by the organization, whereas job 

satisfaction decreases when workers are educated to above the level required (i.e. the role 

covered). 



29 

2.4 Conceptual Framework 

This makes logical sense of the relationships among the several factors that have been 

identified as important to the problem (Uma, 2003). The basic framework of this study is 

built around the conceptual model below (See Figure 2.1). The purpose of the conceptual 

framework is to analyze the variables which contribute to the problem hence show lights 

on what variables do contribute on assessing effects of job satisfaction to employees’ 

performance in public institutions. In order to get the variables contributing on key 

statement a conceptual framework is essential. Under this study independent variable are 

Compensations Practices, Promotion Practices and Empowerment Practices whereas 

dependent variable is Job satisfaction to employees’ performance whereby Law and 

Regulations and National Labor Law being Intervening Variables.  

 

Figure 2.1: Conceptual Model 

 

 

 

 

 

 

 

 

 

 

Source: Created by the researcher 2013 

2.4.1 Relationship between Variables  

i. There is significant relationship between compensations practices and job 

satisfaction to employees’ performance.  

ii. There is significant relationship between promotion practices and job satisfaction 

to employees’ performance. 

iii. There is significant relationship between empowerment practices and job 

satisfaction to employees’ performance. 

 

Independent Variable:  

-Compensations Practices 

-Promotion Practices 

-Empowerment Practices 

 

 

Dependent Variable: 

- Job satisfaction to 

employees’ performance  

Intervening Variables: 

-Law and Regulations  

- National Labour Law  
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2.4.2 Hypotheses  

Null Hypothesis 

i. Ho: there is significant relationship between compensations practices and job 

satisfaction to employees’ performance.  

ii. Ho: there is significant relationship between promotion practices and job 

satisfaction to employees’ performance. 

iii. Ho: there is significant relationship between empowerment practices and job 

satisfaction to employees’ performance. 

 

Alternative Hypothesis 

i. H1: there is no significant relationship between compensations practices and job 

satisfaction to employees’ performance.  

ii. H1: there is no significant relationship between promotion practices and job 

satisfaction to employees’ performance. 

iii. H1: there is no significant relationship between empowerment practices and job 

satisfaction to employees’ performance. 

 

2.4.3 Testing the hypotheses  

The method that was used to test those hypotheses explained above is by using one tailed 

test as the test was proved the significant relation on compensations practices, promotion 

practices and empowerment practices on job satisfaction to employees’ performance. 

 

2.5 Research Gap 

Frijters, et al. (2004) examined the factors influence the quitting decision of public sector 

teachers in England and Wales, using a panel data of 29,801 observations on 7,989 

different teachers, drawn from the quarterly labor force survey between 1997 and 2003. 

They argued that improving job satisfaction through non-pecuniary aspects of teachers’ 

jobs has a larger impact on improving retention than increasing pay.  Brown and McIntosh 

(1998) applied principal components analysis to data from a survey of employees from 

three low-wage service sector companies. They examined five measures of workers’ 

satisfaction and found that individuals respond differently depending upon the measure of 

contentment employed. They found that satisfaction with short-term rewards and long-
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term prospects are found to be far more influential in determining overall satisfaction than 

contentment with social relationships or work intensity. 
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CHAPTER THREE 

 

RESEARCH METHODOLOGY 

3.1 Introduction 

This chapter basically provides an explanation on how the study was conducted.  It 

describes the area of study, study population, research design, sample size, sampling 

techniques, data collection methods and tools, data processing and analysis and ethical 

considerations for this study. 

 

3.2 Area of study 

The study conducted at Kibaha Town Council. The district chosen because was easy to 

collect the required information concerning the study. Also, the research conducted in less 

cost because it is an area where the researcher is familiar with the environment and expect 

high response rate from the respondents. 

 

Figure 3.1: Administration Block of Kibaha Town Council 

 

Source:  Social Economic Profile of KTC, 2010 

 

Kibaha Town Council has an estimated area of 750 square Kilometers and lies between 

latitude 6.8° South and longitude 38.2° and 38.5°  East.  It is directly linked with 

Bagamoyo Town by seasonal road, while connection to other District Headquarters such 

as Kisarawe, Mkuranaa, Kilindoni (Mafia) and Utete (Rufiji) area accessible through Dar 

es Salaam City. 
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3.3 Study population 

The targeted population was respondents from staff at HR department, management and 

other staff at Kibaha Town Council as well as Stakeholders (i.e. staff at President's Office, 

Public Service Management) in Kibaha Town Council. 

 

3.4 Research design 

The study utilized case study type of research design i.e. Kibaha Town Council. The case 

study provide the opportunity and flexibility in the use of data collection methods, it is 

possible to come up with a focused study where a single unit intensively studied, and the 

information verified on spot through interview, questionnaires and documentation 

(Saunders, et al., 2009). The study aimed at assessing effects of job satisfaction to 

employees’ performance particularly at Kibaha Town Council. The researcher used case 

study due to limited time, cost in collection of data and availability of data for research 

topic 

 

3.5 Sample Size and Sampling Techniques 

This part comprises sample size and sampling techniques as explained here under; 

 

3.5.1 Sample Size 

Sample is the number of items to be selected from the universe to represent the population 

(Adam and Kamuzora, 2008). The total population is 265 but the researcher chosen the 

sample size of 100 respondents taken at Kibaha Town Council as shown in Table 3.1. 

 

Table 3.1 Distribution of Sample Size 

Sample Descriptions/subjects Sample Size Population 

Staff at HR Department   40 80 

Management  5 5 

Other Staff 25 100 

Stakeholders (Staff at President's Office, Public 

Service Management) 

30 80 

Total 100 265 

Source: Created by the researcher, 2013 
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3.5.2 Sampling Techniques 

Sampling technique refers to the procedures that the researcher would adopt in selecting 

items from the sample (Adam and Kamuzora, 2008). The primary purpose of any 

sampling technique which the researcher decided to use is to get a sample for her study in 

order to get representative findings. Due to the size, nature of the study and resources 

constraints, the researcher does not cover the entire population at Kibaha Town Council as 

this study used staff at HR department, management and other staff at Kibaha Town 

Council as well as Stakeholders (i.e. staff at President's Office, Public Service 

Management). Therefore, the researcher was using two types of the sampling technique to 

obtain relevant sample size which is simple random sampling as probability sampling and 

Purposive sampling as non-probability sampling. These techniques were chosen because it 

selects the sample at random from the sampling frame without replacement. 
 

3.5.2.1 Simple random sampling 

This maintains the original sampling frame but the number of elements selected available 

to be drawn decreases as each element of the sample is removed before the next choice is 

made. In this technique of sampling only staff at HR department and other staff at Kibaha 

Town Council as well as Stakeholders (i.e. staff at President's Office, Public Service 

Management) was be selected.  

 

3.5.2.2 Purposive sampling  

Purposive sampling as non-probability sampling was used to select management at Kibaha 

Town Council. This technique entails deliberately selecting cases on the basis of specific 

qualities. The researcher was intentionally selecting the respondents likely to yield a 

greater understanding of the topic selected as well as information rich to the problem.  

 

3.6 Data Sources 

In this study, the researcher was collecting both primary & secondary data from her case 

study. 

 

3.6.1. Primary data 

In a way to find out on assessing effects of job satisfaction to employees’ performance in 

public institutions at Kibaha Town Council, primary data collected. The research adopted 
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interview approach whereby primary data collected through asking questions about how 

they perceive the services. Questionnaires also used as the Second approach.  

 

3.6.2 Secondary Data 

Upon collecting secondary, researcher was gathering more from manuals of Kibaha Town 

District Council. 

 

3.7 Data Collection Methods and tools 

In order to obtain the relevant data and information concerning the topic under the study, 

the researcher is expected to employ the various methods of data collections. Both primary 

and secondary methods of data collection was be used. The methods which was be used to 

collect the primary data include Interview and Questionnaire. The secondary data 

collected through documentary sources which are available at Kibaha Town Council. The 

reason for opting these methods is based on complimentarily and mitigation of the 

weakness of one method. 

 

3.7.1 Questionnaire 

Questionnaire prepares and distributes to the study respondents. The respondent who 

required answering those questionnaires was drawn at Kibaha Town Council and 

President's Office, Public Service Management. The researcher used both Open – ended 

and closed – ended questions. This method is simple and safe to the respondents as their 

names are not required in the questionnaire to make the respondents free and confident in 

answering the questions. This method was be used to staff at HR department, other staff at 

Kibaha Town Council as well as Stakeholders (i.e. staff at President's Office, Public 

Service Management). The method was good because it reduced interview’s biasness in 

getting the required information; hence the respondents were able to answer those 

questions for their own time, though sometimes it creates delaying in collecting the 

information.  

 

3.7.2 Interview 

This is another method which was used to collect data and all other required information 

from the respondents. Both structured and unstructured interview questions was be asked 



36 

to the study respondents. This method was used in order to get more clarification on the 

data collected through questionnaire which was tending to be too short and thus too 

difficult to be understood clearly by the researcher. And the method was more useful to 

the respondents who have no time to respond to questionnaire. 

 

3.7.3 Documentary review 

This is another method which was used for the purpose of collecting the secondary data to 

supplement the primary data. The information collected by other researchers and it may 

not be necessarily to be analyzed or published. The researcher was consulting various 

documents within at Kibaha Town Council which contains the relevant information about 

the study. For example files, circulars, journals, manuals, website and pamphlets which 

contains relevant information for the study. 

 

3.8 Data Processing and Analysis 

The researcher was analyzing the collected information by using both quantitative and 

qualitative (descriptive) method with simple statistics. The analysis based on the statement 

of the problem; research objectives and research questions. Data from the questionnaire 

was be coded and then a statistical analysis program known as software package for 

statistical science (SPSS) was used to process the data. The reason for using SPSS is 

because it can perform the entire statistical analysis and classification analysis required in 

this study making it compatible to the data and the problem in question. It is also a user 

friendly program. Though Ms Excel was used once in the analysis, however, data was 

presented through different ways like the use of charts, histograms, tables so as to get the 

logical findings.  

 

3.9 Data Reliability and Validity 

In order to ascertain reliability of the study, a pilot study was conducted. Questionnaires 

were distributed to respondents. This was done to identify questions that might be unclear 

or ambiguous to the respondents. It also aimed to identify any non-verbal behavior of the 

participants that may possibly show discomfort or embarrassment about the content or 

wording. Prior arrangements were made to meet the respondents for the pilot study; the 

questionnaires were given to the respondents to complete and return on the next day. As a 
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result of the recommendations made by the findings of the pilot study, a few minor 

changes were made to the final questionnaire before administering it to the selected 

respondents. 
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CHAPTER FOUR 

 

FINDINGS AND ANALYSIS 

 

4.0 Introduction 

This chapter presents details of the research results that presented in light of 

predetermined research objectives and questions. Therefore, the analysis of data collected 

was guided and confined to the predefined research problem and present objective. It 

present and analyze the research data as well as discuss the study findings 

 

4.1 Research Findings Presentation and Analysis  

The researcher studied Kibaha Town Council in evaluating the impact of satisfaction to 

employees’ performance, a total of 100 respondents were giving the questionnaires. Most 

of the results are presented in percentages, tables and descriptive form. The findings are 

based on 25% respondents’ rate. The table below provides description of the respondents 

included in the study.  

 

Table: 4.1 Distribution of respondents 

Sample Descriptions/subjects Returned  Percentages 

Returned (%) 

Staff at HR Department   40 40 

Management  5 5 

Other Staff 25 25 

Stakeholders (Staff at President's Office, Public 

Service Management) 

30 30 

Total 100 100 

Source: Research Data, 2013 

  

4.2 Background of Respondents  

This aspect was important in obtaining the real picture of respondents, the information of 

respondents which examined during the study included gender, age and education. 
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4.2.1 Gender 

The question was asked to identify the gender of respondents with the purpose of 

identifying the ratio in various respondents.  The study revealed that in Male is 56%(56) 

where female is 44%(44). This implies that there are more male who respondents are (See 

figure 4.1 below). 

 

Figure 4.1: Gender Distribution 

 

Source: Research Data, 2013 

 

Interpretation 

Lefkowitz (1994) analyzed a number of studies and discovered that women's job 

satisfaction is in average lower than men's. One explanation for this phenomenon could be 

that women are less invested in their work, since women's incomes are, or at least used to 

be, merely the second income in the household. Another, more likely, reason would be 

that women experience less job satisfaction because they tend to have less good jobs 

overall compared to men. In a follow-up study Lefkowitz confirmed this reasoning by 

demonstrating that the differences between men and women in the level of job satisfaction 

disappeared when variables such as age, education, income and status were kept equal 

between men and women (Mckenna, 2000 p. 276). 
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4.2.2 Age 

Most of the respondents were at the age of 33-above years, and some significant number 

35 out of 50 and 30% were at the age of 16- 33. The following table below illustrates the 

age distribution of respondents. 

 

Table 4.2: Age distribution of the respondents  

 

Age group 

 

Frequencies 

 

Percentages (%) 
 

16-33 
 

54 
 

54 

 

33-above 

 

46 

 

46 

 

Total  

 

100 

 

100 

Source: Researcher Data, 2013 

 

Interpretation 

According to some research job satisfaction tends to increase throughout working life. 

Several reasons could be accountable for that (Mckenna 2000 p. 276): 

• Older people have better jobs than younger people, since, due to a longer career, 

they had more chances to obtain a desirable job; 

• Older people have adjusted their expectations downwards over the years and they 

are therefore more easily contempt; 

• The older generation as a whole has always been more satisfied; 

• Dissatisfied older people are more likely to opt for early retirement, while the 

remaining older people are satisfied with their job. This creates a skewed image of 

the level of job satisfaction among older people by cancelling out the dissatisfied 

segment. 

 

4.2.3 Education 

A large proportion of the respondents, 52%, had secondary education.  This was followed 

by those with post-secondary education, 24%. Those with primary education were 8%, 

and those who had attained tertiary level were only 16% (See figure 4.2). 
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Interpretation 

Green & Gallie (2002) find that both the level of, and the increase in, the skills required 

are associated with higher levels of arousal among workers, but also greater task discretion 

and greater participation of workers in decisions concerning their jobs, and, to a lesser 

extent, more support from a team. Stress ensues because the arousal is excessive with 

respect to the other gratifying effects. By contrast, under-skilling tends to generate 

boredom and depression (see also Maynard et al. 2006). 

 

Figure 4.2: Education 

 

Source: Research Data, 2013 

 

4.3 Factors affect job satisfaction and performance  

On establishing factors that affect job satisfaction and performance, as noted in table 4.3 

out of 100 questionnaire distributed,  41% of the respondents argued that employee 

benefits especially pension is a relative variable importance that affect job satisfaction and 

performance whereby the pay/reward dimension is the second most significant effect on 

performance as 31% of the respondents argues it affect job satisfaction and performance. 

Notably, 28% of the respondents argue job security affect job satisfaction and 

performance. 

 

http://www.wisegeek.com/what-are-employee-benefits.htm
http://www.wisegeek.com/what-are-employee-benefits.htm
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According to Champion-Hughes (2001) argues that factors affect job satisfaction and 

performance are wages, benefits, other employment conditions, and career development to 

support the facilitation of motivation and job satisfaction directed towards organizational 

commitment. Notably, compensation, reward, recognition, and wages are terms used in 

different situations (Zobal, 1998). The compensation is defined by American Association 

is “cash and non-cash remuneration provided by the employer for services rendered” 

(ACA, p. 9). Salary was found to be the prime factor for the motivation and job 

satisfaction of salaried employees of the automobile industry from the results of the survey 

by Kathawala, Moore and Elmuti (1990). The survey tried to assess the various job 

characteristics and the way the employees ranked them as motivators and satisfiers. The 

results showed that compensation was ranked as the number one job element for job 

satisfaction and increase in salary for performance was ranked as the number one job 

element for motivation. Compensation is very valuable tool for retention and turnover. It 

is also a motivator for an employee in commitment with the organization which in result 

enhances attraction and retention (Zobal, 1998; Moncarz et al., 2009; Chiu et al., 2002). It 

also works as communicator when it is given to employee against his services which 

shows how much an employee is valuable for its organization (Zobal, 1998). 

 

According to Frame (2004) work conditions are other factors that defined as an 

employee’s work place, work instruments, the work itself, organization policy, and 

organizational rules. Arnold and Feldman (1996), promoted factors such as temperature, 

lighting, ventilation, hygiene, noise, working hours, and resources as part of working 

conditions. The worker would rather desire working conditions that will result in greater 

physical comfort and convenience. The absence of such working conditions, amongst 

other things, can impact poorly on the worker’s mental and physical well-being (Baron 

and Greenberg, 2003). Robbins (2001) advocates that working conditions will influence 

job satisfaction, as employees are concerned with a comfortable physical work 

environment. In turn this will render a more positive level of job satisfaction. Arnold and 

Feldman (1996) shows that factors such as temperature, lighting, ventilation, hygiene, 

noise, working hours, and resources are all part of working conditions. Employees may 

feel that poor working conditions will only provoke negative performance, since their jobs 

are mentally and physically demanding. 
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According to Brown (2007), defines fairness as equal treatment, receiving the same 

services and benefits as other people. Fairness means different things to different people, 

and our view of whether or not something is fair often depends on the circumstances 

(Klesh, 1979). Competent employees are essential to the success of any organization. An 

important factor driving satisfaction in the service environment is service quality. One 

school of thought refers to service quality as a global assessment about a service category 

or a particular organization (PZB, 1988). Recently, it has been argued that satisfaction is 

generally viewed as a broader concept and service quality is a component of satisfaction 

(Zeithaml & Bitner, 2003). 

 

Table 4.3: Responses on factors that affect job satisfaction and performance 

Factors Frequencies  Percentages (%) 

Employee benefit i.e. pension 

 

41 41 

 

Pay/reward 

31 

 31 

 

Job security 

28 

 28 

 

Total 100 100 

Source: Research Data, 2013 

 

Figure 4.3: Bar Chart Shows response of factors that affect job satisfaction and 

performance 
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4.4 Effect of HR practices on job satisfaction and performance 

On establishing the effect of HR practices on job satisfaction and performance, out of 100 

questionnaires distributed 67% of the respondents argue that there are effect of HR 

practices on job satisfaction and performance. In order to be successful, human resource 

practices (HRPs) should concentrate on self directed teams (also called team work). 

Because, self-directed teams are fundamental building block of the HRPs. Significant 

aspects of the teamwork are effective communication and cooperation within the team, 

supportiveness among the members and shared workloads among the team members.  

 

Moyeen and Huq (2001) studied HRM practices of 92 medium and large business 

enterprises (public and private sector) located in Dhaka, Bangladesh. They found that only 

62% of surveyed organizations had an HR/Industrial Relations (IR) department. Human 

resource management practices of ten local private manufacturing enterprises listed under 

Dhaka Stock Exchange (DSE) were examined by Akhter (2002). She measured correlation 

between employees’ opinions regarding HRM practices in their enterprises and their age, 

education, and experience. Mahmood (2004) observed that other than organizational 

contingencies, the institutional context such as national education and training system, 

national industrial relations system, regulatory frameworks, and overall societal context 

had significant influence on the development of HR practices in Bangladesh.  

 

Furthermore, HR practices were found to have a significant impact on affective 

commitment in context to Bangladesh (Haque & Azim, 2008).  Hossain (1995) conducted 

an in-depth study on the job satisfaction of the employees of commercial banks of 

Bangladesh. Abdullah (2009) found that job satisfaction had an impact on the productivity 

of garments workers of Bangladesh. Hossain and Ullah (2009) in a comparative study on 

the job satisfaction of the employees of public and private banks found that employees of 

the private banks were more satisfied with their jobs than those of the public banks.  

 

Moreover, Islam, Saha, and Ahmed (2000) evaluated the job satisfaction of women 

employees in commercial banks of Bangladesh. Haque and Taher (2008) examined the 

ability of different core job characteristics to influence the level of job satisfaction in terms 

of gender, marital status, and age in the context of Bangladesh.  
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Table 4.4: Response on the effect of human resource practices on job satisfaction and 

performance  

 

Responses Frequencies  Percentages (%) 

 

There are effect of HR practices  67 67 

 

There are no effect of HR practices  33 33 

 

Total 100 100 

Source: Research Data, 2013 

 

Figure 4.4: Bar Chart shows responses on the effect of human resource practices on 

job satisfaction and performance 
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4.3.3 Measures on solving the effect of HR practices on job satisfaction and 

performance 

Measures on solving the effect of human resource practices on job satisfaction and 

performance are increase employees benefits such as employees pay/reward; increase job 

security; and increase safety environment i.e. increase working tools like computers for 

staff at Kibaha Town Council, staff busses, aid kit. During survey, out of 100 

questionnaire distributed, 39% of the respondents argued that increase employees benefits 

such as employees pay/reward is a relative measure that solving the effect of human 
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resource practices on job satisfaction and performance whereby the pay/reward dimension 

is the second most significant effect on performance as 35% of the respondents argues on 

increase job security as the measure that solving the effect of human resource practices on 

job satisfaction and performance. Notably, 26% of the respondents argue increase of 

safety environment i.e. Most employees who work in safe environments also have a high 

level of job satisfaction. A safe work environment is often regulated by government 

agencies that create industry-specific safety rules. Many oil field employees, for instance, 

are required to wear protective outerwear, such as steel toed boots.  

 

Table 4.5: Responses on Measures on solving the effect of human resource practices 

on job satisfaction and performance 

 

Responses Frequencies Percentages (%) 

 

Increase employees benefits (i.e. employees 

pay/reward) 

 

39 39 

 

Increase job security 

35 

 35 

 

Increase safety environment 

26 

 26 

 

Total 100 100 

Source: Research Data, 2013 

Figure 4.5: Bar Chart on response of Measures on solving the effect of human 

resource practices on job satisfaction and performance  
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5.5 Testing of Hypothesis (One Tailed Test of Hypothesis-See appendix II) 

1. Ho: there is significant relationship between compensations practices and job 

satisfaction to employees’ performance.  

Ho: there is significant relationship between promotion practices and job satisfaction 

to employees’ performance. 

Ho: there is significant relationship between empowerment practices and job 

satisfaction to employees’ performance. 

2. H1: there is no significant relationship between compensations practices and job 

satisfaction to employees’ performance.  

H1: there is no significant relationship between promotion practices and job 

satisfaction to employees’ performance. 

H1: there is no significant relationship between empowerment practices and job 

satisfaction to employees’ performance. 

3. Level of significance   α = 5%. 

4. Critical value(s) Zα ± 1.64 

5. Test statistics T. 

     T= P1 - P2      = 2.35 

     SE 

6. Since our T calculated above of 2.35 is within Critical value(s) Zα ± 1.64 

7. Hence, we decide to accept Null hypothesis: 

Ho: there is significant relationship between compensations practices and job 

satisfaction to employees’ performance.  

Ho: there is significant relationship between promotion practices and job satisfaction 

to employees’ performance. 

Ho: there is significant relationship between empowerment practices and job 

satisfaction to employees’ performance. 
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Assumptions of one tailed test  

The assumptions underlying a t-test are that: 

• Z follows a standard normal distribution under the null hypothesis 

• s2 follows a χ2 distribution with p degrees of freedom under the null hypothesis, 

where p is a positive constant 

• Z and s are independent. 

• The data used to carry out the test should be sampled independently from the two 

populations being compared. This is in general not testable from the data, but if the 

data are known to be dependently sampled (i.e. if they were sampled in clusters), 

then the classical t-tests discussed here may give misleading results 

 

Interpretations 

According to test of the hypotheses we accept Null hypothesis, this implies that, it is true 

that there is significant relationship between job satisfaction to employees’ performance 

and promotion practices as well as empowerment practices i.e. promotion recognize 

employee’s performance and commitment and motivate them towards better performance; 

and develop competitive spirit among employees for acquiring knowledge and skills for 

higher level jobs; as well as retain skilled and talented employees. 

 

 

 

http://en.wikipedia.org/wiki/Chi-squared_distribution
http://en.wikipedia.org/wiki/Degrees_of_freedom_(statistics)
http://en.wikipedia.org/wiki/Statistical_independence
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CHAPTER FIVE 

 

DISCUSSION OF THE STUDY FINDINGS 

 

5.0 Introduction 

The discussion is very important to a researcher since it approves or disapproves the 

research questions which were set forward for verification in the field. The researcher 

discusses the following: 

 

5.1 Factors that affect job satisfaction and performance  

Low job satisfaction often leads to poor employee performance and productivity. Factors 

that affect job satisfaction and performance are:  

• Pay/reward is one of the biggest factors that might affect employee job satisfaction. 

Employees should believe they are being paid enough for the work they are doing. 

Generally, a worker with a difficult or time-consuming job will usually be paid more 

than one with an easier job. Monetary pay/reward, however, is not the only thing to 

consider when looking at factors that affect employee satisfaction. 

 

Pay/rewards are usually referred to as intangible returns including cash compensation 

and benefits. Pay/reward system is set of mechanisms for distributing both tangible 

and intangible returns as part of an employment relationship (Rue & Byars, 1992). 

Pay/rewards are also termed as the need of an employee because when reward will be 

linked with the employee’s desire it will motivate him/her to a very high level 

(Kalleberg, 1977). It certainly shows that what an employee wants after performing a 

certain task. It has been revealed in the past researches that rewards are very strongly 

correlated with job satisfaction. Pay/rewards are positively linked to employee job 

satisfaction (Gerald & Dorothee, 2004).  

 

• Job security, along with a peaceful and safe work environment, may also help improve 

job satisfaction. According to many experts, challenging and exciting work will also 

lead to happier employees. Open communication between supervisors and employees 

can help ensure employee job satisfaction in many instances. Employees will often 

http://www.wisegeek.com/what-is-job-satisfaction.htm
http://www.wisegeek.com/what-is-job-security.htm
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feel more secure, therefore more satisfied, if they believe they will not get fired for any 

reason. If the reasons that an employee may be fired are clearly understood, this can 

help create the feeling of job security. 

 

• Many employees are also more satisfied when working for organization that offers 

employee benefits. This is especially true with older employees and employees with 

families. Offering health and life insurance, for instance, may help increase employee 

job satisfaction. Many older employees may also be concerned with retirement 

benefits.  

 

5.2 The effect of human resource practices on job satisfaction and performance 

Employee’s involvements on problem solving and reaching a decision contribute to a 

motivated and loyal workforce. Under this system, employees work together in teams to 

share common experiences and exert discretionary effort. Such efforts enable firm to 

achieve its goals and enhance employees’ satisfaction. Employee participation in decision 

making produces a positive effect on employee productivity. It has been known that 

participative management is related to employee satisfaction. Scott, Bishop and Chen also 

found that job satisfaction mediates the relationships between elements of a participative 

work environment and employee willingness to cooperate with co-workers. According to 

Harmon et al. HRPs are associated with both greater employee satisfactions in 146 

Veterans Health Administration centers. In view of the findings, Cummings (1981); 

Hackman and Oldham (1980) suggested that employees should be more satisfied and 

productive if they prefer to work in a self-directed work team. Frey and Benz; Scott et al., 

Bauer found that being involved in teamwork is related to job satisfaction. 

  

5.3 Measures on solving the effect of human resource practices on job satisfaction 

and performance 

Measures on solving the effect of human resource practices on job satisfaction and 

performance are:  

• Kibaha management should commence proper performance appraisal systems which 

result in pay rise, promotion, and training of the employees that will enhance on 

employees’ job satisfaction. 

http://www.wisegeek.com/what-are-employee-benefits.htm
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• Human Resource Management of Kibaha Town Council should offer extensive 

training and development programs for the employees for better enrichment of the 

employees. 

• Recruitment and selection process should be made very carefully according to the 

best ability of the employee concerned. 

• The management should afford at least reasonable compensation to the employees for 

overtime done, or in form of bonus for their sincere effort devoted to earn handsome 

profit for the organization. 

•  Human Resource department of Kibaha Town Council should maintain healthy 

industrial relations based on mutual trust and confidence of the employers and 

employees and good working condition is the pre-condition to facilitate employees to 

do their work effectively. 

• Employees should be properly trained to adopt new technology and unbiased 

promotion to the employees should be provided based on the qualification of 

employees and /or experience. 

• It should put into practice equal employment opportunities where employer should 

not discriminate male against female, and minority or old worker. 
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CHAPTER SIX 

 

SUMMARY, CONCLUSION AND RECOMMENDATIONS 

 

6.0 Introduction 

This chapter provides the conclusion, recommendations and area for further research that 

emanating from the findings of the study: 

 

6.1 Summary of the findings 

This study summarizes that; on establishing factors that affect job satisfaction and 

performance, most of the respondents argued that employee benefits especially pension is 

a relative variable importance that affect job satisfaction and performance whereby the 

pay/reward dimension is the second most significant effect on performance as 31% of the 

respondents argues it affect job satisfaction and performance. Notably, 28% of the 

respondents argue job security affect job satisfaction and performance. 

 

However, on establishing the effect of human resource practices on job satisfaction and 

performance, most of the respondents argue that there are effect of human resource 

practices on job satisfaction and performance. In order to be successful, human resource 

practices (HRPs) should concentrate on self directed teams (also called team work). 

Because, self-directed teams are fundamental building block of the HRPs. Significant 

aspects of the teamwork are effective communication and cooperation within the team, 

supportiveness among the members and shared workloads among the team members.  

 

Moreover, measures on solving the effect of human resource practices on job satisfaction 

and performance are increase employees benefits such as employees pay/reward; increase 

job security; and increase safety environment i.e. increase working tools like computers 

for staff at Kibaha Town Council, staff busses, aid kit. During survey, most of the 

respondents argued that increase employees benefits such as employees pay/reward is a 

relative measure that solving the effect of human resource practices on job satisfaction and 

http://www.wisegeek.com/what-are-employee-benefits.htm
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performance whereby the pay/reward dimension is the second most significant effect on 

performance as most of the respondents argues on increase job security as the measure that 

solving the effect of human resource practices on job satisfaction and performance. 

Notably, most of the respondents argue increase of safety environment i.e. Most 

employees who work in safe environments also have a high level of job satisfaction. A 

safe work environment is often regulated by government agencies that create industry-

specific safety rules. Many oil field employees, for instance, are required to wear 

protective outerwear, such as steel toed boots.  

 

6.2 Conclusion 

Employee job satisfaction can improve service quality and increase employee satisfaction. 

In this circumstance, policy makers and managers have turned their attention to provide 

different kinds of facilities to their employees in order to satisfy their employees.  

 

However, the results of this suggest that work conditions, fairness, promotion, and pay, are 

key factors affecting employees’ job satisfaction. Money is a good motivator, actually all 

employees’ work for money, employees need the money, a good salary and good 

compensations are key factors in satisfying the employee. Organization can increase the 

employee salary and compensation to motivate the employee, the good pay back can be 

one of the key factors affecting job satisfaction, also in this way one can increase the 

service quality and organizational performance. The factor of work conditions is also 

proven to have significant influence over the pharmaceuticals companies. The physical 

design of the place does have certain impacts on job satisfaction. Because the work 

conditions in the pharmaceuticals companies include the employee relationships and work 

environment, all these factors relate to employee job satisfaction. A good work 

environment and good work conditions can increase employee job satisfaction and the 

employees will try to give their best which can increase the employee work performance.  

 

Notably, it is obviously that, improving performance of employees can significantly 

improve the quality and efficiency of Kibaha Town Council. In view of the fact that there 
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is insufficient satisfaction of workers, employee satisfaction should be given great 

importance by researchers, policy makers and administrators, making it imperative for 

administrators to understand the factors significantly impacting Kibaha Town Council 

performance. 

Moreover, on finding of this study pay/rewards are both strongly correlated with employee 

job satisfaction which is an indication that how important employees perceive rewards and 

recognition for them in Kibaha Town Council. Pay/rewards are both very useful and 

recognized tool of employee job satisfaction. 

 

6.3 Recommendations 

Recommendations here is based on the statement of this problem; that is,  

6.3.1 The study findings have practical implications for researchers as well as 

management of Kibaha Town Council. It provides decision makers with valuable 

insights in identifying factors to focus on satisfying employees in order to improve 

Kibaha Town Council performance overall. Obviously, supportive management 

practices will greatly improve the performance of employees. 

 

6.3.2 The management of Kibaha Town Council should provide communications i.e. 

communication is also very important when it comes to employee job satisfaction. 

Employees who believe they can not address concerns or problems with 

supervisors will often feel unsatisfied with their jobs. If the lines of communication 

are open, on the other hand, employees will typically feel more at ease addressing 

any concerns, and they will therefore be more satisfied. 

 

6.3.3 The management of Kibaha Town Council should also offer extensive training and 

development programs for the employees, go for thorough HR planning. 

 

6.3.4 The management of Kibaha Town Council should carefully conduct recruitment 

and selection process and the management of Kibaha Town Council and introduce 

proper performance appraisal systems. 
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6.3.5 However, the management of Kibaha Town Council should offer at least 

reasonable compensation to the employees. 

 

6.3.6 The management of Kibaha Town Council should maintain healthy industrial 

relations based on mutual trust and confidence of the employers and employees. 

 

6.3.7 The management of Kibaha Town Council should develop good working 

condition. This facilitates employees to do their work effectively. 

 

6.3.8 The management of Kibaha Town Council should induce employees to perform 

well. This can be achieved by providing reward, motivations, and other benefits 

etc. 

 

6.3.9 The management of Kibaha Town Council should be trained to adopt new 

technology and or develop their career. 

 

6.3.10 The management of Kibaha Town Council should provide unbiased promotion. 

That is promotion should be provided based on the qualification of employees and 

/or experience.  

 

6.3.11 The management of Kibaha Town Council should implement equal employment 

opportunities. That is employees should not discriminate against female, and 

minority or old worker.  

 

6.3.12 The management of Kibaha Town Council should design working procedure 

including hours work, over time payment and hour’s payment. 

 

6.3.13 Proper working environment should be designed at Kibaha Town Council. In that, 

the management of Kibaha Town Council should provide adequate facilities 
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employees to do their works such as appropriate equipment, work breaks, and 

work sharing. 

 

6.3.14 Moreover, the management of Kibaha Town Council should design good 

grievance procedure, disciplinary procedure and separation procedure etc. 

 

6.4 Area for further study 

This research would like to caution that this study should not be taken as representative 

especially to councils as exhaustive package on job satisfaction and performance of their 

employees. It this view, to generalize the obtained result, further research with an enlarged 

sample should be conducted to test the within results. The aspects of job satisfaction and 

performance can be added to the enlarged study as a means to further explore the 

relationship with organizational performance in detail. 
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APPENDICES 

Appendix I-Questionnaire 

 

TITLE: EFFECTS OF JOB SATISFACTION TO EMPLOYEES 

PERFORMANCE IN PUBLIC INSTITUTIONS:  

 

A Case of Kibaha Town District Council 

 

Dear Respondents 

I Anita Gilliard Ndossi, currently undertake Master in Business Administration at 

Mzumbe University. In order to fulfill the requirements of the Masters program, the 

following are questions to collect information that was strictly be treated as data collected 

and was be strictly confidential, and participants’ responses was remain anonymous. 

 

 

Personal Particulars 

 Respondent’s Position/Role  

 Date Interview Held 

 

 

Date Month Year 

 

 

Sincerely 

Anita Gilliard Ndossi 

 

INSTRUCTION; Answer(s) the questions correct. 

 

Questionnaire Number 
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Part I: Demographic Information 

 Basic Household Information  

1.  Sex of Respondent 
1=M                                

2=F                                  

2.  

 

Age of Respondent 

 

 

A. 18-28     B. 29-39     C. 40-50     

 

D. Over 50    

  3. 

 

Education Level of Respondent  

 

 

1 = no formal education 

2 = primary education                

3= secondary education 

4 = college education  

 

Part II: General Questions 

3. What are the factors that affect job satisfaction and performance? State  

………………………………………………………………………………………………

………………………………………………………………………………………………

……………………………………………………………………………………… 

4. What are the effect of human resource practices on job satisfaction and performance? 

State 

………………………………………………………………………………………………

………………………………………………………………………………………………

……………………………………………………………………………………… 

5. What measures solving the effect of human resource practices on job satisfaction and 

performance? And what are possible recommendations? State 

………………………………………………………………………………………………

………………………………………………………………………………………………

……………………………………………………………………………………… 

 

Thanks for your patience!! 
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Appendix II-Interview Guide 

1. What are the factors that affect job satisfaction and performance?  

2. What are the effect of human resource practices on job satisfaction and 

performance? 

3. What measures solving the effect of human resource practices on job satisfaction 

and performance? And what are possible recommendations? 
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Appendix III- One Tailed Test of Hypothesis  

On finding: T = (p1 - p2) / SE  

 

Where: 

T = test statistics  

P1 = proportion of responded sample 

P2  = proportion of non responded sample  

n1 = number of responded sample 

n2   = number of non responded sample 

 

P1 = 62%; P2  = 38%; n1 = 62; n2   = 38 

 

Pooled sample proportion (p) 

p = [(p1 * n1) + (p2 * n2)] / (n1 + n2)  

p = [(0.62 * 62) + (0.38 * 38)] / (62 + 38) 

p = (38.44 + 14.44) / (100) 

p = 52.88 / 100 

p = 0.5288 

Standard error (SE) of the sampling distribution difference between two proportions 

SE = sqrt{ p * ( 1 - p ) * [ (1/n1) + (1/n2) ] }  

SE = sqrt{ 0.5288 * ( 1 – 0.5288 ) * [ (1/62) + (1/38) ] }  

SE = sqrt{ ( 0.5288 * 0.4712 ) * [ (0.016 + 0.026) ] }  

SE = sqrt{ ( 0.2492 * 0.042)  }  

SE = sqrt{ 0.0104664}  

SE = 0.1023 

On finding: T = (p1 - p2) / SE  

  T = (62% - 38%) / 0.1023 

  T = (0.62 – 0.38) / 0.1023  

T = (0.24) / 0.1023  

T = 2.35  
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Appendix IV 

 


